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Abstract
A

Cur riculum and Leader Cr-ride For LINC (Leaders hnpacting Nonprofit
Communities); A Program of, the Hennepin County Bar Association

Many people are called to serve on boards of directors for not fbr profit organtzations.
However, many of those who do serve in such roles have little idea of their
responsibilities and no formal training to facilitate more knowledgeable participation and
more effective boards. Many people find that some formal training can turn service on a
Board of Directors into a more positive experience for both the volunteer and the
organtzation.

The purpose of this Leadership Application Project for the degree of Master of Arts in
Leadership at Augsburg College is to evaluate the content of one particular nonprofit
board training program, review the literature and other materials connecteid to similar

training programs, and to make recommendations for improvement by including
objectives for the training sessions, resource materials, topic inclusions, and discussion

outlines for the program to include a larger leadership component consistent with the
literature and practice of leadership studies.

The program selected for evaluation and augmentation is the Leaders Impacting

Nonprofit Communities Program (LINC) of Minnesota's Hennepin County Bar
Association (HCBA).
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Part I
Statement of Interest:

I developed an interest in nonprofit boards after serving on several as a Board Member. I
received no trairting and felt that I could have contributed much more, much sooner with
some guidance at the beginning. After being involved professionally in issues related to

corporate governance, some of which involved defining the roles of Board members, in
the for-profit arena, I have retumed my focus to the nonprofit sector to consider the
challenge of building the more effective Board and helping Board members function
more usefully in their roles.

Many new members of Boards of Directors for the nonprofit organizations have little
idea what their duties are as a board member. These new members come to the board

membership with passion for the cause, and, perhaps, contributions or fundraising skills.

However, the responsibilities of board membership are far broader than just these areas
(Gary Masline,2007). New members can increase their knowledge, confidence in

performing their roles through early training on fiduciary concepts, organizational
structures, and board responsibilities with specific training on those topics early in their
tenure on the boards or while still a prospective board member. Ultimately, befter board
member preparation should lead to rnore effective boards and more effective delivery on
the product or service constituting the mission of the nonprofit organization.

My purpose in designing this Leadership Application Project for the Master of Arts in
Leadership degree at Augsburg College is to augment and enhance Leaders Impacting

I

Nonprofit Communities (LINC) Program of Minnesota's Hennepin County Bar
Association (HCBA), an already remarkable program designed for training members of
nonprofit boards of directors, by infusing leadership theory, literafure, and application.
The program has been operating for five years, and now, as it enters its sixth year,
requires updating to include a greater focus on leadership. Sessions have been added
over the years in response to needs and experiences of various steering committee

members. These steering committee members are recruited from the Hennepin County
Bar Association generally, and more specifically, from classes of past program

participants. Most of these people have had some Board of Directors experiences and
training segments recommended for addition are reflective of very individual scenarios.

While targeting lawyers as the participants in the training program, LINC is open to other
interested parties. The program is comprised of five fulI-day sessions, plus one two-day
retreat program at an offsite

facility. It is also a goal of the LINC program to qualify for

Continuing Legal Education credit for lawyers as supervised by the Board of Law
Examiners of the State of Minnesota, as appointed by the Minnesota Supreme Court.

There is a wonderful body of leadership literature and theory which,, while included

infuitively in the LINC program materials, is not referenced directly or used as a resource
for the design of the program or offered as augmentation for the program participants.

My LAP goal is to make that leadership learning resource base available and organized to
the planners, presenters, and participants in the program.

2

My additions to the current program consist of fbur parts:

l.

Statement of objectives for each session,

2.

Recommended additional topic inclusions,

3. List of resource

materials for use by presenters as pre-or post-program reading by

participants,, and

4.

Inclusion of discussion materials or outlines for some of the interactive sessions
or post-presentation debriefings to encourage participants to experience or

consider the "howr" "why," "so what," or "what next" questions related to the
sessron.

The recommendations from this Leadership Application Project for Augsburg College

will

be presented to and critiqued by the Executive Director of the

HCBA, the

Chairwoman of the 2008 and2009 LINC Steering Cornmittees, and two of the initial
program planners, one of whom currently is an Assistant Dean at the University of St.
Thomas School of Law and the other a partner at a major Minneapolis law firm, in

addition to the advisor from the Augsburg College MAL program. Some materials have
already been provided to these readers.

Much of the literature around training for members of boards of directors focuses on
usefulness of the training to increase effectiveness of the board. Discussion of the

methods of evaluation related to the effectiveness questions also appear in the literature.

While these are noteworthy and laudable discussions and worthy of research, the
effectiveness of this particular program, effectiveness of boards generally, and evaluation
.)

J

of either are not the focus of this project. Indeed, for LINC, one objective for the coming
year is to begin to develop evaluation tools to measure enhanced participation at the
board level by program participants in the not-for-profit sector and their views on
whether the training was useful or instrumental in improving the effectiveness of the
board itself.

4

Introduction

Lawyers are viewed as providing a unique skill set on a board of directors. Thus they are
frequently invited to participate as directors for organizations of all types. At one level,
lawyers are presumed to be able to offer free legal advice on whatever topic the
organtzation might need legal advice. Further, lawyers are highly educated people, often
articulate,, and viewed as leaders in communities so the organization gains stature by

association with a person deemed to be of high caliber. F. W. McFarlane (1999) has
commented that there are several reasons why business leaders are invited to serve

or-r

boards and accept that invitation: 1) they have or can raise money, 2) they have a special
passion for the subject matter or cause for which the not-for-profit organization is

formed, 3) they have

a personal

friendship with someone who has the special passion

and pressure, permeated with guilt, can convince the invitee to accept the board

nomination, or 4) they enjoy the social status or prestige the directorship brings. Richard
Chait and Barbara Taylor (1989) and Roger Martin (2006) made similar observations
about the motivations for business leaders in becoming board members in the nonprofit
and for-profit sectors, respectively. These reasons also apply to lawyers.
reasons may be either acceptable or not acceptable reasons for people to

All of these

join

an

organlzation's board of directors. At the same time, lawyers, individually and as a group,
do have a high level of participation in the not-for-profit sector for all of the reasons
noted above and through a personal and professional sense of responsibility to give back
to the community or to provide legal services to those who would not otherwise have
access to legal representation.

LINC was organized to address some of these issues.

5

While the corporate scandals early in the new millennium at Enron, WorldCom and
Arthur Andersen are illustrative of failings in the understanding of board of directors'
responsibilities in the for-profit arena, with further examples from Citigroup, Lehman
Brotlrers, Bear Steams, and various hedge funds in the 2001-2009 financial market

meltdown, the nonprofit world has similar issues in director knowledge, responsibility,
and perforffrance (American Bar Association,2002,p.

xvii).

The 2001-2003 era

corporate scandals led to sweeping changes in the law governing large corporations and

their boards; similar questions are now being asked in the small company and not-for-

profit organization arena with the passage of the Sarbanes-Oxley Act in 2002 (also
known as the Public Company Accounting Reform and lnvestor Protection Act of 2002).
The donor public and government oversight organizations have come to expect that
directors will be properly and carefully exercising their fiduciary responsibilities in any
organization (Masline, 2007). While few people

will ever serve on the Board of

Directors for a Fortune 100 company, many will serve on the boards of local companies,
family-owned businesses, charities, and local churches. Aspiring board members or
newly appointed or elected directors can participate in a variety of programs. (Evelina
Shmukler,2007).

A growing number of organizations have developed training materials and courses
e.g. MAP for

(see,

Nonprofits,2007 Minnesota Council of Nonprofits, 2007); however, while

these programs may be well-intentioned or profitable for the sponsors,

little groundwork

for any particular program has been established by researching the leadership theory or
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academic literature, surveying the available courses, or monitoring the effectiveness of
the training offered. The contents of board training programs vary

widely. Maureen

Robinson (1994) writes that the primary educational needs for not-for-profit boards are

information about l) legal requirements, 2) standards of practice in the par-ticular field,
3) continuous commitment to learning about the needs of the organization, and 4)

building a Ievel of trust with the other board members. Other researchers have focused on
conflicts of interest, financial literacy, legal requirements, board processes and
governance, committee structure, and strategy vs. operational management (Carole

Schweitzer,2004), the need for team building and communications skills (Jeffrey
Sonnenfeld,2002), and understanding the differences between the board obligations and

working in the corporate or for-profit arena and the not-for-profit arena (F. Warren
McFarlane, 1999). Hall, Keane, McConnell, Becker &. Rockhurst University (2005)
discussed the functioning of the board through its interactions with management, the

strategic plan of the orgafirzation, and the functions of the various committees. Education

of the board collectively and of individual directors was a factor needing assessment in
their view. Robinson (2001) focuses on the board's fiduciary responsibilities, the role of
the board and the various committees and the balance of advocacy for the mission vs. the
resources available to be deployed by the organization.

1

Literature Review
Tlre literature in the area of evaluation of nonprofrt boards of directors and training for
such boards is sparse. The literature falls into three categories:

t) general elucidation,

without supporting empincal research, about the need for well-trained nonprofit boards

with some suggestions as to topics fortraining,2) topics foruse in evaluation of board
perfonnance compared to performance of the organrzation itself, and 3) evaluation of

training or education without a great deal of fbcus on the content of the training. As

AdriannaKezar (2004) noted in her research on effective governing boards of public
higher education instilutions, the "existing literature is weak in several ways [because the

topic] has received little if any attention in research, [and the literature] is based on single
anecdotes-consultant's advice or words of wisdom from former board members" (p.
e70).

Board Effictiveness through Education: Leadership training for boards recently has
become a key component of good business practice in both the for-profit and nonprofit
arenas. Most research on boards focuses on evaluation of effectiveness

while identifying

factors that enhance effectiveness. Education or training of board members seems to
appear frequently in the literature without further in-depth analysis. Significant work by

Jim Collins (2005) and AdriannaKezar (2006) used the case study and interview
methods of gathering information in their research evaluating what makes a good board
greal. In writing a monograph focused on Social Sectors to accompany his well-known

publicatron, Good To Great, Collins started the process through case studies and more
than 100 interviews to identify factors which were common among great boards using the

I

matched pair selection processes of sfudying comparable cases at the inflection point
where good boards became great boards. His r.vork is not yet complete. He used critical
feedback on his hypothesis, structured interviews and laboratory work with more than
100 social sector leaders to develop five issues to investigate: 1) defining

great-

calibrating success without business metric s; 2) Level 5 leadership-getting things done

with

a

diffuse power structure; 3) First Who- getting the right people on the bus within

the social sector constraints; 4) The hedgehog concept-rethinking the economic engine

without a profit motive; and 5) Turning the flywheel-building momentum by building
the brand (Collins, 2004, p.

that it

3). He considers his work to be still in progress

will take 10 years or more to complete

and believes

the matched pair research study. This

qualitative research has the limitation tlrat it cannot be easily duplicated by other
researchers, and it makes the assumptive leap that the factors that lead to great

organizations in the for-profit sector also lead to the same level of "greatness" (however
that might be measured) in the nonprofit sector. This research does not directly address
the issue of training for board members nor does it make an attempt to evaluate the level
or effectiveness of training of board members; it simply assumes that board members

know what they are doing.

AdriannaKezar, from University of Southern California, carefully selected

a group

of

experienced leaders (such as governors, presidents of universities, senior faculty
members, public members of coordinating boards, etc.) as subjects for interviews in her
attempt to identify factors making a board of trustees for an academic institution

of

higher education function effectively. Kezar defined "high performance and effectiveness

I

for boards," consistent with the literature, to "include following a set of principles or best
practices of performance. She noted that "no def-rnition of public board effectiveness has
gained acceptance or popularity" (p. 911). Kezar' s study identified six elements for

effbctive or high performing boards: 1) leadership board agenda; 2) culture; 3) education;
4) extemal relations; 5) relationships; and 6) structure. Through 132 "elite interviews"
conducted by telephone by a three-person research team, fbllowed by focus groups

different board leaders to test the initial results to determine

"if

of

the findings resonated

with the focus group participants' experiences." The results from the interviews and
focus groups were coded by the researchers into inductive and deductive codes to identify
themes such as leadership, social dynamics, building consensus and so on that would
assist boards in improving performance. Once the themes were developed, the

relationship between the themes (meaning comparing the number of times that the topics
constituting any theme were mentioned by a specific interviewee or focus group) was
studied. The purpose was to create a "model" for high-performing boards consisting of
the six elements. Kezar noted that the research study was limited by being based totally
on the perceptions of effectiveness reported by the study participants he interviewed

without independent evaluation, making it susceptible to inherent research bias due to
flaws of memorylrecall, individual biases, and complexity of the big picture. The
phenomena studies varied broadly across the group studies, and the study of "public
boards" (meaning boards for publicly-supported instirutions) are subject to various
sunshine laws thereby creating an environment where the board may be largely

ceremonial and the real work in running the organization is done in different "inner

workings" settings (p. 978-9BZ).We should also note that Kezar's work focused on a
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particular kind of public academic institution; the results may or may not be generalized
to other kinds of organizations, for profit or lrot-for-profit.

Jeffiey Sonnenf'eld (2002), through case studies, news event and literature review, and
interviews, identified five factors for building an effective board: I ) create a climate of
tr-ust and candor; 2) foster a culture of open dissent; 3)

utilize a fluid portfolio of roles; 4)

ensure individual accountability; and 5) evaluate the board's performance (Sonnenfeld,
2002, p.1 10). His qualitative work focused on all boards, not just those of the nonprofit

organtzation and his motive in writing was to go beyond the measurable factors for public
companies of profit, accounting, legal compliance, meeting all the process steps and so

forth. His research attempted to get to the issue of "how we manage the social system [of]
a

board ....

.We'11

be fighting the wrong war

if we simply tighten procedural rules for

boards and ignore the more pressing need-to be strong high-functioning work groups
whose members trust and challenge one another and engage directly with senior
managers on critical issues facing corporations" (p. 106). The limitations of this research
are those related to the case study and commentary format rather than providing specific

examples or empirical research: the research er, adistinguished dean and professor at

Yale University, makes great but non-specific use of his generalized experience in the
board and chief executive arena without trying to test his theory in any quantitative

fashion. He did not conduct specific interviews in order to determine that his interview
subjects agree or disagree with his observations or theories. Further, he does not address

specific training needs to enhance the functioning of a board.
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Similarly,Iay Conger, David Finegold, and Edward Lawler (1998) used the case studyanecdotal recitation of stories to make points about the need for educating, then

measuring performance of board members individually and the board of directors

collectively in order to move a nonprofit organization forward in accord with its mission.
The "measurement" was based on the interviewee's of the perception of the effectiveness

of the individual board member or of the board on which he or she was serving.

Carole Schweitzer (2004) identified board education as one factor in improving the

ability of

a

nonprofit board to balance the need for effective governance with the risk of

micromanagement of daily activities. She noted the need for training to clarify roles, set
expectations for fiduciary oversight, and point out issues with conflicts of interest.

Another focus for her preferred training is the differentiation befween overall strategy and
day-to-day manasement of tasks. John Carver (2006) similarly identifred the need for
board member preparation and orientation to provide necessary skill sets and insights for

effective governance. Carver, however, differentiated orientation and skills in
operational matters which he viewed as a 'management' responsibility, from valuefocused process anid strategic leadership preparation, which he considered 'governance'
and legitimately within the realm of the Board (p. 298-302). While generally discussing

values, governance, and process for the Board, he did not suggest specific topics for
training.

In considering enhancement

of the materials from LINC current

and prior programs, I

also reviewed information on course content from several leadership training courses,

t2

including the Board Boot Camp and Board Chairman Training of MAP, the Management
Assistance Program for I)-lonprofits in Minnesota, Strategic Connector training offered by

the Minnesota Council on Non Prolits, Governance Training by the New, York
Commission on Quality of Care, the Board Tool Kit from www.managemerlthelp.com,
board training from the Center for Non Profit Excellence, and Leadership Forum
materials from Board Source. The content categories of these programs are summartzed

in Exhibit 1 (following pages).

Of the twenty topics frequently discussed in tlre literature or in the program plans for
training sessions other than LINC, four topics were covered by five of the seven other
courses: 1) accounting and finance basics, 2) funding and fundraising, 3) board member
recruitment, and 4) working with staff, and volunteers. An additional two topics were
covered by four of the seven other programs: I ) legal structure for nonprofits and 2)

human resource issues.
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Exhibit 1-Summary of Topics Covered in Directors'Tralning Courses-
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In the context of this leadership application project, it is difficult to evaluate whether

a

training program itself increased effectiveness of the Board, whether the training of one
or more Board Members increased effectiveness of the entire Board, or

if a training

program offered to individuals separately from the particular Board increased

participation in nonprofit Boards or increased the effectiveness of Board on which
trainees did participate.

All of these evaluation topics are beyond the scope of this

Leadership Application Project, but deserve to be considered in designing the training
program so that future research on the effectiveness of the Boards with trained members

or of a particular training program can be measured.

Limitations of this Leadership Application Project: This project is based on previously
organized cur riculum materials,, which I have supplemented to focus on leadership
attributes and training as a part of this project. The project does not attempt to research,
study, or measure whether the training itself is effective or that the participants have in
fact become more effective Board members. Further, it does not attempt to measure
whether the organizations for which training programs participants serve as Board
members are more effective because of the participation of Board members in the

training program. Any such future measurement attempts would be based on the
perceptions or opinions of the participants in the training course as well as the opinions of
the other members of the Board or the organization as a whole (as represented by the
Board or the Executive Director). Any research based on perceptions is susceptible to

flaws of memory or recall, individual experience or bias, and ability to see the complexity
of the issues at hand (Kezar,2006, p. 98l-982). Measurement results, if any,, should be
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viewed as more qualitative rather than quantitative, indicating the nature and direction of
the response.

Finally, u,hile the training course topics were chosen fiom the experiences of leaders and
the literature surrounding successful working boards and successful not-for-profit
organtzations, this pro.lect did not attempt to correlate the topics in each training module

with factors reported in the literature to show an "effective organization" or "effective
board." That may be the topic for qualitative research in another study.

The overall objective of LINC is to encourage and train fufure board members for active
and

fruitful participation in their communities' nonprofit endeavors. This Master of Arts

in Leadership Application Project is focused on evaluating the existing program,
reviewing the literature, and making recommendations for infusing leadership literature,
exercises, and resources into an existing curriculum for the purpose of enriching the

experience of participants and providing guidance to the session presenters and
organizers.
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Introduction to Part II
The original LINC program has operated since 2004. This guide will amend and enhance
that program. Appendix I contains the Agenda for LINC prior to my modifications.
Except for materials shown in Appendix

ll

(used in Session

l) and Appendix III (used in

Session 5), I prepared all othermaterials and additions as a part of this LAP project,

including the objectives for each presentation, resource materials or discussion guides.

The format for this program of the HCBA is consistent with most continuing legal
education programs. Speakers with particular expertise prepare and present the materials

for each session. Therefore, this LAP presentation does not include materials or text for
each individual session. Instead,

it is designed

as an organizational and reference outline

with discussion guides for the leaders/organizers for the overall LNC program.

Note about session headings: Session titles and topics created in the original program are
indicated in ltalics, while those topics, headings and materials developed for the MAL
program are indicated in standard Times New Roman type in the materials that follow.
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LINC Program Agenda

Session

l:

lntroducing the Needs; Coursework outline

Session 2: The Personal Journey

(A Retreat)

Session 3: E,xperiencing the Work of Nonprofits
Session 4: Covernance, Conflicts and Ethics in Nonprofits
Session 5: Finance and Accounting; Rules and Regulations; Making the Meeting Work
Session 6: Funding the Endeavor, Telling the Story

Reference Guide of Resource s (Scssion by Session, and in General)
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LINC Course Objectives

L

To encourage Bar Association members and selected others who participate in the
course to become active volunteers and Board Members in the nonprofit

community.

2. To enhance the personal knowledge

and

skill sets of the participants through

exposure to leadership theories, personal devclopment activities, group dynamics
sfudy, legal and technical requirernents regarding nonprofits and boards of
directors, and communications practice.

3.

To use a specific topic area to demonstrate the need and coach decision making
and the taking of action steps in participating in the nonprofit community

activities.

4.

To use experiential learning activities to enable participants to gain insight about
the work, organization and operation of nonprofit organizations.

5.

To help participants identify a personal passion and personal objectives that can
be served by participating in a meaningful way in the nonprofit community.

6.

To meet requirements of the Minnesota State Board of Law Examiners for
Continuing Legal Education Credits, including credits on Ethics and Diversity

[Text of these Objectives and those for each Session compiled by Lucinda Hruska-Claeys
from discussions with LIhIC 2008 and LINC 2009 Steering Committees.l

2l

Session

1: Introducing the l.{eed, Introducing the Program

A.

Program and Session Overview

B.

lntroducing the participants and

C.

The Shape of Minne.sota- Demographics and Trentls

D.

Community Leaders-IrJeed and Initiatives

the "faculry*

Mayor/County Board Chairman- what are the hot topics and new initiatives?
Board Members and Volunleers-Panel Discussion

E.

Presentcrtion of the Work o/'Charitable Organizations-lnformation from a wellknown foundation or charity about the need in the Hennepin County/Twin Cities Area

F. Introductions

of and Preparations for Futtrre Sessions

G. Group Discussion: So What Now?
Session Objectives:
l. lntroduce the participants and begin developing the cohort cohesion
2. Introduce the program and purposes
3. Introduce the need for knowledgeable volunteers, board members and leaders and
development of related initiatives through in depth discussion of a topic as an
example of a societal need, leadership thinking, and action planning around that topic
4. set up the work plan and homework for furure sessions

Attachments:
Introductoryt lt/61es /rom Opening Speaker (See Appendix tl)
Discussion Guide for Panel Discussion of Community Leaders
Discussion Guide for "So What Now?"
Resources
Minnesota Council of Nonprofits. (2006). Minnesota Nonprofit Summary Report. St.
Paul MN: Minnesota Council on Nonprofits.
Minnesota Council of Nonprofits. (2005). Pnnciples and Practices for Nonprofit
Excellence. St. Paul MN: Minnesota council on Nonprofits.

Twin Cities Charitable Registry 2007-2008. (2007, July). Supplemenr ro Minnesota
Monthly. See www.minnesotamonthly.com
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Discussion Guide: Panel Discussion of Community Leaders

Topic: Your Volunteer Experience
Questions for the Panel:
How did you get started
What do you do

Why do you do it
Problem solving and decision making as a Board member

Most rewarding experiences, Ieast rewarding experiences

Discussion Guide: So What lrlow?
Questions and Ideas:
Short review of the next sessions-designed to help you think about the following:

I

What are your passions? Can you feed that passion with volunteer work?

t

What are your skills? Where can you improve to make a better contribution to the
community?

o

Where is there a need? How do you fit with that need?

.

What would provide fulfillment for you in volunteering your time?

t

As a board member, what rules do you need to know?

o

What networking opportunities are available? Where do I start?

e

What resources are available?
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Session

2:

The Personal Journey (Four 4-hour sessions
in retreat format)

A.

Session introduction

B.

Myers-Briggs Type Inventory-Results and Analysis

C.

Group Activities based on MBTI

D. Crisis intervenlion simnlation
E. Communications

within and between MBTI types- sharing and understanding exercise

F.

Group Problem solving- Valdez Exercise

G.

Communicating the Message- Conversation, Video and Sharing reactions

H. Leadership

as a Life-long Learning Process- Speaker

Session Objectives
1. Assess the participants' personality type and leadership style
Assess participants' level of involvement and effectiveness in the community and
start a personal development plan for comrnunity involvement and discovering the
passion for nonprofit work
3. Group interaction to discover strengths and challenges in dealing with people of
various personality and leadership styles
Discussion and exercises in group dynamics, teamwork, and problem solving
5. Discussion of Ieadership styles, challenges and strengths
6. Discussion and group interaction to critique and enhance communication skills as a
Board Member and community volunteer
Encourage participants to set a leadership learning plan and leadership goals, consider
developing a personal mission statement

2.

4.

l.

[This session is facilitated by an outside consultant.]
Resources
Berens, L. and D. Nardi. (1999). The Sixteen Personality Types-Descriptions for SelfDiscovery. Huntington Beach CA: Telos Publications.

Buckingham, M. and D. Clifton. (2001). Now Discover-Your Strengths. New York NY:
Free Press. See also related website at www.stren
finder.com for online test.
Collins, J. (2001). Good to Great: Why Some Companies Make the Leap....and others
Don't. New York NY: Harper Collins.
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Collins, J. (2006). Cood to Creat for Nonprof-rts. I\ew York,

NY:

Harper Collins.

Conger, J. (1998, May/June). The Necessary Art of Persuasion, Harvard Business
Review, VoI. 76, No. 3, p. 84-95.
Ceorge, B. (2003). Authentic Leadership. San Francisco CA: Jossey-Bass.
George, B. (2007, February). Discovering Your Authentic Leadership. Harvurd
Business Review. Vol. 85, No. 2,p. 129-138.

Hirsh, S. and J. Kummerow. (1998). Introduction to Type in Organizations-lndividual
Interpretive Guide, 3"1 Ed. Mountain View CA: CCP, Inc.
Kellerman, B. (2001, December). Required Reading. Harvard Business Review. Yol.19,
No. 11, p. 15-24.
Kotter, J. (2001, December) What Leaders Really Do. Harvard Business pry1s14,,Yol
79, No. I 1, p. 85. Reprint from HBR 1917.
Roberts, L., G. Spreitzer, J. Dutton, R.Quinn, E. Heaphy, and B. Barker. (2005, Janr-rary).
How to Play to Your Strengths. Harvttrd Business Review, Vol. 83, No. l, p. 74-80.

Schwarz, R. ( 1994) The Skilled Facilitator: Practical Wisdom for Developing Effective
Groups. San Francisco CA: Jossey-Bass, Inc.

Esp. Ch. 1 . "Beginning and Ending Meetings" p. 146-157
Ch. l2 "Serving as Facilitator in Your Own Organization" p.233-248
Ch. 13 "The Facilitative Leader" p. 249-260
Resource D- Guidelines for Using Experiential Exercises and SelfKnowledge Instruments p. 282-285
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Session

A.

3: Experiential Learning in the },lonprofit Organization

Session introduction

B. Introductiou to lllonpro.fit Organizations and Opportunities
C. Cultural Assimilation -

PoverQ Simulation

D.

Debrief-rng on Sirnulation Exercise

E.

Group work at Food Distribution Dining Hall

F.

Field Placements

- Experiencing the work oJ'lVonpraJits as a [tser

G. Debrie/ing - Expression

o.f the

Experience

Session Objectives

1.

2.
3.
4.

Experience the work on nonprofits as a user-in classroom simulation and at delivery
points
Share experiences among the class cohort from diff-erent field placements and
perspectives
Discuss the organization and delivery of the services of the nonprofit
Continue consideration of passion, personal commitment, and mission of the
nonprofit-what can you contribute to the nonprofit sector, what do you want to
contribute, why do you chose this particular opportunity.

Discussion Guide
o Debrieflng the Field Placement Experience
Resources

Drucker, P. (2005, January). Managing Oneself. Harvard Business Review,Yol.83, No.
1, p. 100-109.

M.

Multiple Sources of Mission Drift. Nonprofit and Voluntaryt
Sector Quarterly, Vol. 36, No. 2. p. 299-301
Jones,

(2007,, June) The

Schwarz, R. ( 1994). The Skilled Facilitator, Resource D-Guidelines for Using
Experiential Exercises and Self-Knowledge Instruments. San Francisco CA: Jossey-Bass,
Inc.

Sull, D. and D. Houlder. (2005, January). Do Your Commitments Match Your
Convictions? Harvard Bttsiness Review, Vol. 83, No. I , p. 82-91.
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Discussion Guide: Debriefing the Field placements

Exercise: After the Field Placement assignments are complete, bring the entire group
back together for discussion (about I hour).
Discussion items:
l. Describe the assignment, the purpose of the organization/agency, and the
activities in which you participated.

23

-

Who is the target user of the organization/agency? Where does the organization
get its clients or how do clients find this organization?
What are the "competing" organtzations or service/product providers? ls
"competition" a problem?

4.

How does the organization get its funding? Who are the volunteers and staff;
where do they come from?

5.

As a client of the organization, what were your feelings about the service, your
need to use these services, and how you were treated?

6- What are some of the challenges in providing

this product or service to the client

group?
7

-

Can you summarize your reaction and feelings to this field placement exercise?
How do you think the real clients would summarize their reactions and feelings?
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Session

4: IVuts and Bolts- Making the Organization Run

A.

Session Introduction

B.

Introduction to Nonpro./it Orgonizational Structure and Legal Documents

c.

Training the Board- what Do Board Members Need to Know?

D.

Ethics

for Lawyers Serving on Nonprofit Boards

E. Conflicts
F.

of Interest - How Do Tlrey Arise and What To Do About Them

Running the Meeting

- Getting From Here to There

G. Discussion - Troubleshooting and Problem solving
Session Objectives

1.

2.
3.
4.
5.

Discuss legal organization and Minnesota law on nonprofits
Discuss and develop a checklist of training needs for Board Members
Present the ethical issues presented by the lawyer's role on the nonprofit board and
the applicable Rules of Professional Conduct
Discuss conflicts of interest for lawyers, board members, contractors and other
service providers and users for nonprofits
Presentation and simulation on parliamentary procedure and how it is used in a Board
meeting setting

Discussion Guide
t

Troubleshooting and Problem Solving - Recognition of Issues and Techniques for
Discovering Solutions-Mock Meeting Scenarios

a

Proposed Checklist of Board Member Educational

Needs-for Discussion

Resources

American Bar Association. (2002). Guidebookfor Directors of Nonprofit Corporations
(2d Ed.). Section of Business Law. Chicago IL: American Bar Association
Brown, W. and J. Iverson. (2004, September). Exploring Strategy and Board Structure in
Nonprofit Organizations. Nonprafit and Voluntary Sector Quarterly, Vol. 33, No.3. p.
311-400.

Hammond, J, R. Keeney, and H. Raiffa. (2006, January). The Hidden Traps in Decision
Making. Harvard Business Review, Vo. 84, No. 1, p. 118-126.
2B

Irvin, R. (2005, June). State Regulation of Nonprofit organizations: Accountability
Regardless of Outcome. Nonpro.fit and Voluntarlt Sector Quarterly, Vol.34, No. 2,p.
162-178.

McCambridge, R. (2004, June). Underestimating the Power of Nonprofit Govemance.
Nonpro.fit and Voluntat"y Sector Quurterfv, Vol. 33, No. 2. p.346-354.
Minnesota Lawyers' Prof-essional Board. Minnesota Rules of Professional Conduct.
(Amended 2007). h ttp /rvww.colu'ts. stafe. nrn. usil prbl0 5 nrrpc. htrn l
:

Minnesota Office of Attorney General. (Undated). Fiduciary Duties of Directors of
Charitable Organizations: Cuide for Board Members. St. Paul MN: State of Minnesota
Minnesota Office of Attomey General. (Undated). A Guide to Minnesota's Charity Laws.
St. Paul MN: State of Minnesota.

Minnesota Offlce of Attorney General. (Undated). I\onprofit Organizatton Resources. St
Paul MN: State of Minnesota.

Parliamentary Rules:
Keesey, Ray E. (1914). Modern Parliamentary Procedure. New York,

NY:

Houghton

Mifflin Company.
Robert, Henry M. (2000). Robert's Rules of Order Newl.v Revised (1Oth Ed.).Robert,
Evans, Honemann, and Balch, Ed. New York, NY: Da Capo Press.
Sturgis, Alice. (1966). Sturgis Standard Code of Parliamentary Procedure (Znd Ed.).
New York NY: McGraw-Hill Book Company.
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Discussion Guide: Mock Board Meeting Scenarios
Mock Meeting Goal:
Conduct business under purliamentary rules, discuss, and reach u decision on the topic
at hand as well as determine an uction plan or make assignments for next activities
Roles in the Meeting:

.

r
.
r
r
.
r
r
t

Chairperson
Parliamentarian
Sccretary/Recorder
Passionate about thc cause or mission

Worried about the frnances
Disagrees with the last thing said

Cornpletely passive-no opinion
Prone to tangents and off-topic commentary
Arrivcs late, is called away (bathroorn, phonc ctc.) so asks for repetition to "catch up"

Project set-up: to be completed in 20-40 rninutes, with 20-30 minutes to debrief as a
wlrole group
r Divide Group into "Boards" of 6-8 people
a

I
r
r
t
r

r
.
'

Assign each Board a mentor/facilitator
Assign roles through drawing; chairpcrson could be determined by election of the group.
Other than the three "officers," mcmbers are asked not to disclose what thcir assigned
character role is.
Note that Chairperson, Secretary and Parliamentarian play to "role" of themselves

(alternatively: these Board members could also draw a character role)
Present scenarios

Ask each Board to conduct business under parliamentary rules, discuss, and reach a
decision on the topic at hand as well as detetmine an action plan or make assignments for
next activities.
Mentor/facilitator observes group (making notes for later reporting if needed) and
intervenes in a "stop action" mornent 1-3 times during the mock meeting. Purpose of
intervention: redirect the discussion, tell the Board to make note of time remaining,
suggest use of a parliamentary device
Request that individual parlicipants make notes (as themselves) on what they observed,
how they felt, what they thought could have gone better, how they would approach noted
issues with parliamentary procedure or personal interaction
Start Meetings
Debrief as a Group with primary presenter; chart responses and suggestcd solutions on

flip

charts
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Scenario

A:

Executive Director Problem

On a Friday evening, the Chairperson of the tsoard learns from the police that the
Executive Director has been arrested for soliciting sex from a minor and is now in the
county jail. Further, it appears that the minor involved is a member of a youth volunteer
group working with the organization. The police have information leading them to
believe that this incident is rnerely one of many dernonstrating a pattern of sexual
improprieties with the youth volunteers.
The Chairperson calls each Board member and asks all to attend an emergency rneeting
of the Boerrd called for Saturday moming at 9 A.M. There is no disclosure of infbrmation
to the Board members other than there is a "problem" with the Executive Director.

Scenario

B:

Wherc is the Moncy?

The organization has a banking relationship with State Bank and the Chairperson, Past
Chairperson and Treasurer have signing authority over the two accounts at the Bank, the
operating funds account and the gift and endowment account. Each year, as the new
officers take their positions they file new signafure authority cards with the Bank. The
Board receives quarterly updates from the treasurer on the status of each account at eaclr
quarterly meeting. The new treasurer has just taken over and has compared the books
and bank statements he has just received to the quarterly reports given at the recent
meetings. He spent a little time working with the bank ofJlcer assigned to the account. It
appears there is a $200,000 shortfall discrepancy in the gift and endowment account.
The treasurer calls the new Chairperson, who then calls the B-person Executive
Committee of the Board. The Chairperson requests that these members be at an
emergency meeting the next moming at 9 A.M. There is no disclosure of infonlation of
than to nrention that the reason for the meeting was "related to finances."

Scenario

C: Breakaway

The Chairperson has just received a call from the Executive Director and the Treasurer
that a dissident and disagreeing group of Board members have decided to break away
from the organization over a dispute in philosophy and approach to the mission of the
organization. They have established a new organtzation with a similar name, have begun
soliciting the rnajor donors and benefactors, and have released information to the press
about the disagreement and the new group. One benefactor who has agreed to support
the new group will be asking for a return of his donation or a transfer of that amount of
cash from the operating account to the new group. The Executive Director and the
Treasurer will be joining the new group and they named the Board rnembers (about a
third of the Board) who will be submitting their resignations.
The Chairperson calls each of the remaining Board members and asks them to attend an
emergency Board meeting set for 9 A.M. the next day. There is no disclosure of
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information about the topic of the meeting other than to say it is a "part of ongoing
discussions about the mission" left over from thc last meeting and that Board members
should watch the l0 P.M. news for some other recent infonlation.

Scenario

D: Mission

Creep

Your organization provides hot meals for the homeless in a facility in your city. tsach
day, six days a week, there are at least 200 people who come for the noon meal. This notfor-profit organization lras been operating successfully with this program for 25 years and
has not branched out to other program activities. A major knitting wear manufacturer in
your city has offered to provide 5000 sets of ncw winter hats and mittens (with nlore
available upon request, if needed, and perhaps fbr the winter season in future years) for
distribution to those who col-r1e to tl-re lunch prograln. Taking on this distribution task
will require some storage space, more volunteer administration, and some yet-to-bedetermined expenses. The E,xecutive Director does not want to do this, but the knitting
wear donor is quite persistent (and the wife of the President of the knitting wear company
sits on your Board).
The Chairpersou calls a special meeting of the Board for tomorrow moming at 9 A.M.
There is no disclosure of information about the topic of the meeting other than to say it
involves a "special project."

Debriefing-Questions for the Group as a Whole
1

.

The Secretary of each Board describes their scenario and the basic outline of the
decisions reached.

2.

What was frustrating? Why?

3.

Focus on each "charactsl"-1ryfuat issues did that character as a Board member
present? How resolved?

4. What do the officers (Chairperson,

Secretary and Parliamentarian) need to know
about running a meeting? What do the other Board members need to krow to
participate well?

5.

What worked well in your rneeting? What didn't?

6. Universal Words of Wisdom on meetings we can capture from our discussion?
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Discussion Guide: Board Memher Training

- A Proposed Checklist of Topics

Exercise: In thinking about the needs for your Board members, what are the things they
need to know'] How does the organization intend to help Board Mernbers gain that
knowledge? In what time frame is this knowledge acquired?
Proposed Knolvledge Areas for Board Members:
-Legal structure and organization of non profits
2-Board legal obligations
3-Accounting and finance basics
_4-Applicable laws and regulations (for the board obligations and the subject matter)
5-Hurnan resource issues (especially with Executive Director)
6-Funding and fundraising
7-Personal development of the board member
8-Board member recruitment
9-Strategic planning fbr the non profit
lO-Working rvith volunteers and paid staff
I 1-Providing the product or service,, quality assurance
l2-E,thics
I 3-Decision making strategies
I 4-Technology, systems, internet interfaces
I 5-Communications (interpersonal and organizational) and publicity
I 6-Successful meeting strategies
l7-Evaluating the Board and Organization
18-Determining and monitoring best practices
19- Leadership theory applicable to the organization
20 -Or gan i zati onal C ul ture
I

-t .t

JJ

Session 5 - Finance and Accounting; Rules and Regulations;

Making the Meeting Work

A.

Session introduction

B. Accounting and Finance-What does a Board Member Need to Know?
C.

Government and I'{onprofits- What Rules Apply?

D. Technolosy

-for Nonprofirs-sources of Information and Communications

E.

Meeting Dynamics-- What to Do When and How: Making the Meeting Work

F.

Working u'ith Dilferent Cultures; Board Diversity and Working with Diverse
Communities

G. Discussion

-

Information sharing on Board Issue Troubleshooting

Session Ohjectives

l.
2.

3.
4.
5.

Discuss accounting basics, financial reporting and assist with basic financial
understanding of organization fi nancial affairs
Discuss applicable governmental rules for the organization and the topic area or
population served by the organization
Present and discuss infotmation and comrnunication needs for the organization that
can be met through use of technological innovation
Review parliamentary procedure basics and engage group in practice sessions on
running meetings, facilitating group decision making, and moving toward meeting the
or ganizati onal obj ec ti ves
Discussion and emphasis on cultural sensitivity in serving the needs of the target
population and completing the organization's mission; discussion of developing
diversity in the Board itself

Discussion Guide
I

Board Issue Troubleshooting: Discussion of Hypothetical Situations
(See Appendix III)

Resources

Benjamin, L.(2008, June). Account Space: How Accountability Requirements Shape
Nonprofit Practice. IVonprofit and Voluntary Sector Quarterly,Yol.3T, No. 2, p. Z0l223.

Fox, M. (2007, September/October). Tools for Improving Your Board's Diversity
Nonprq/it World. Vol. 25, No. 5, p. B-11.
34

Friedman, A. and M. Phillips. (2004, Winter). Balancing Strategy and Accountability: A
Model for Governance of Professional Associations. Nonpro.fit Management and
Leadership, Y ol. [ 5, No. 2, p. 187 -202.

lrvin, R. (2005, June). State Regulation of Nonprofit Organizations: Accountability
Regardless of Outcome . I'{onprofit and Voluntary Sector Quarter,/y, Vol. 34, No. 2, p.

l6l-t78.

McCarthy, J. (2007, March). The Ingredients of Financial Transparency. l,'lonproJit and
Volunttrry Sector Quarterly,Yol.36, No. l. p. I 56-164.

McCrory, K. (2004, JulylAugust). Look Beyond Tradition to Diversify Your Board
NonproJit World, Vol. 22, No. 4, p. 10-1 1.
Walden, G. (2006, December). Who's Watching Us Now? The Nonprofit Sector and the
New Government by Surveillance. Nonpro.fit and Voluntary Sector Quarter,/y, Vol. 35,
No. 4, p. 715-720.
Whitehouse, S. (2004, September/October). The Sarbanes Oxley Act and Nonprofits:
"But I thought that Didn't Apply to Us." IVonprrl/it World, Vol.22, No. 5, p. 10-13.
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Session 6 - Funding the Endeavor; Telling the Story

A.

Session introtluction

B.

Building the Board-How to construct a Board for Greatest Functionality and
Evaluating Effecti veness

C. F'uncl raising-Types,

strategies, role of the Board

D.

Panel Discussior: Making the Connection and Getting the $$-- What Works? What
Doesn't

E.

Situational Learning: Simulation of a Fund raising event or compaign

F.

Public Relutions: Irnage Making, Crisis Management, Working with the Media

G. Situational Learning: On-the-Spot Interview with Media Memhers-proactive

and

reactive responsiveness

H. Group Discussion: Debriefing

I.

the Media Interview

Il:

Group Disczrssion
Tools for Connections- LINIC Alumni, LINC- AGE (the web
page), other connective resources

Session Objectives

1. Discuss board talent, the talent pool, and recruiting

2.
3.

4.
5.

and retaining the best
members for the Board
Discuss fund raising techniques-what is effective, how a strategy is carried
out
Present and discuss information and communication needs for the event of
crisis for the nonprofit organization
Simulate fund raising and meet the press opportunities; hands-on practice of
learning for these situations
Discussion and ernphasis on networking within the LINC group and
improving the program for future years

Discussion Guide
. Debriefing the Media Interview
Resources
Anonymous-a. (2003, November/December). Your TO-DO List for the Coming Year
Nonpro.fit World, Vol.21,I.-1o.6. p. 25-26.
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Anonymous-b. (2006, May/June). 35 Questions that Will Transform Your Board
Nonprofit World, Vol. 24, No. 3, p. 12-13.
Anonymous-c. (2008, JanuarylFebruary). 33 Top Tips for Building Donor Bonds.
IVonpro.fit World,, VoI. 26, No. l, p. B-9.
Browu, W. and J. Iverson. (2004, September). Exploring Strategy and Board Structure
in Nonprofit Organizations. Nonpro.fit und Voluntury Sector Quarterly,Yol.33, No.3, p
377 -440.
Campbell, M . (2007 ,, JantarylFebruary). You Have a Story to Tell. Nonprofit World,
Vol. 25, No. 1, p. l2-14.
Eadie,,

D. (2006, July/August). How to Develop a High Impact Board. I{onpro.fit

World,

Vol. 24, No. 4,p.22-23.
Eadie, D. (2008, March/April). The Board-Savvy CEO. I{onpro.fit World, Vol. 26, No
2, p. 2A-21 .

Harrison, B. (2003, January/February). How to Present Information to Your Board.
It{onprofit trIrurld. Vol.2l, No. 1, p. 9-10.
Weisman, C. (2003, March/April). Building a Board with a Passion for Missior-r.
l"lonproJit World, Vol. 21, No. 2, p. 27 -29.
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Discussion Guide: Debriefing the Media Interview Simulation

Exercise: Media members conduct interviews of each LINC Participant. The interview
tapes are played and critiqued fbr style, content, and technique for the entire LINC group.
Discussion ltems:
1. What is the media trying to accomplish with the interview? What is the
organization trying to accomplish in granting the interview? (Proactive vs.
reactive? Expose fraud, failing or drama? Human interest? Advice to the public?
Newsworthy event?)

2. What is the tone of the conversation?

(Supportive? Hostile? Personal interestby
the reporter? Neutral? In depth? Wants all the facts orjust the dirt?)

3. What is the response elicited from

the interrriewee? (Factual? Emotional? Hurt?
seen as opportunity to get the public to help? Defensive? open?)

4.

What sound bite or film clip will actually make it to the 10 o'clock news? (ls
there a particular phrase or buzzu,ord that stands out? [s there a l0-word
synopsis that quickly summarizes the situation? How can the interviewee set up
the history in a quickly understood way?)

5.

Does the interviewee come across in a positive, polished and professional
manner? (Use of language? Presentation style? Posture of openness and honesty?
Positive first impression? Established a positive relationship with interviewer?)

6. How

does the interviewee handle the situation if the questions are hostile or the
situation is negative? (Refusal to answer questions/evasive? Not straightforward?
Set the interviewer straight?

7. What will the viewer/reader

perception of the organization be after the interview?
(Positive impression of the organization? Positive impression of the individuals
involved? Belief in the message conveyed? Credibility of the interviewer? The
interviewee?)

3B

Resource List for LIII{C Sessions
[The resource listing for each session is intended to be a short compilation of
materials for each session. A longer list is contained in the outline for each session.l
Session I
Minnesota Council of I'lonprofits. (2006). Minnesota Flonprofit Summary Report. St.
Paul MN: Minnesota Council on Nonprofits.

Minnesota Council of Nonprofits. (2005). Principles and Practices for Nonprofit
Exccllence. St. Paul MN: Minnesota Council on Nonprofits.

Twin Cities Charitable Registry 2007 -2008 . (2001, July). Supplement to Minncsota
Monthiy . See www.minncsotarnonthly.cor-r-r

Session 2
Buckingham, M. and D. Clifton. (2001). Now Discover Your Strengths. New York NY:
Free Press. See also related website at www.strengthfinder.com for online test.
Conger, J. (1998, May/June). The Necessary Art of Persuasion, Harvard Business
Review, Vol. 76, No. 3, p. 84-95.
George, B. (2007, February). Discovering Your Authentic Leadership. Harvard
Business Review. Vol. 85, No. 2, p. I 29- I 3 B.

Kotter, J. (2001, December) What Leaders Really Do. Harvard Business Review, Vol
79, No. I l, p. 85. Reprint from HBR 1977.
Roberts, L., G. Spreitzer, J. Duttoil, R.Quinn, E,. Heaphy, and B. Barker. (2005, January).
How to Play to Your Strengths. Harvard Business Review, Vo. 83, No. 1, p. 74-80.

Session 3
Drucker, P. (2005, January). Managing Oneself. Harvard Business Review, Vol. 83, No
1,

p. 1 00- 1 09.

M. (2007, June) The Multiple Sources of Mission Drift. Nonprofit and Voluntary
Sector Quarterly, Vol. 36, No. 2. p.2994A7.

Jones,

Sull, D. and D. Houlder. (2005, January). Do Your Commitments Match Your
Convictions? Harvard Business Review, Vol. 83, No. 1, p. 82-91.
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Session 4
American Bar Association. (2002). Guidebookfor Directors o_f Nonpro./it Corporations
(2d Ed.). Section of Business Law. Chicago IL: American Bar Association.

Brown, W. and J. Iverson. (2A04, September). Exploring Strategy and Board Structure in
Nonprofit Organizations. Nonprofit and Voluntary Sector Quarterly,, Vol. 33, No. 3, p.
371-400.

Hammond, J., R. Keeney, and H. Raiffa. (2006, January). The Hidden Traps in Decision
Making. Harvard Business Review, Vo. 84, No. l, p. llB-126.
Minnesota Office of Attomey General. (Undated). Fiduciary Duties of Directors of
Charitable Organizations: Guide for Board Members. St. Paul MN: State of Minnesota.
Minnesota Office of Attorney General. (Undated). A Guide to Minnesota's Charity Laws.
St. Paul MN: State of Minnesota.
Minnesota office of Attorney General. (undated). Nonprofit
Paul MN: State of Minnesota.

o rganization Resources.

Minnesota Rules of Prof-essional conduct (Amended 2007).
httn:llww w.courts.state mn.us/l prb/05
htrnl

Session 5
Benjamin, L. (2008, June). Account Space: How Accountability Requirements Shape
Nonprofit Practice. Nonprofit and Voluntary Sector Quarterly, Vol. 37, No. Z, p.201223.

Fox, M. (2007, September/October). Tools for Improving Your Board's Diversity.
Nonprofit World. Vol. 25, No. 5, p. 8-l l.
McCarthy, J. (2007, March). The Ingredients of Financial Transparency. Nonprofit and
Voluntary Sector Quarterly, Vol. 36, No. l.p. 156-164.
McCrory, K. (2004, July/August). Look Beyond Tradition to Diversify Your Board.
Nonprofit World, Vol. 22, No. 4,p. 10-l l.
Whitehouse, S. (2004, September/October). The Sarbanes Oxley Act and Nonprofits:
"But I thought that Didn't Apply to IJs." Nonprofit World, Vol. 22, ]rlo. 5, p. 10-13.

Session 6
Anonymous-c. (2008, JanuarylFebruary). 33 Top Tips for Building Donor Bonds.
Nonprofit World, Vol. 26, No. 1, p. B-9.
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St

Brown, W. and Iverson, J. (2004, September). Exploring Strategy and Board Structure
in Nonprofit Organtzations. Nonprofit and Voluntary Sector Quarterly, Vol.33, No. 3, p
317 -400.

Campbell, M. (2001 , January/February). You Have a Story to Tell. Nonprofit World,
Vol. 25, No. 1, p. 12-14.
Eadie,

D. (2006, July/August). How to Develop

a

High lmpact Board. Nonprofit

World, Vol. 24, No. 4,p.22-23.
Harrison, B. (2003, January/February).How to Present Information to Your Board
Nonprofit World. Vol. 21, No. 1, p. 9-10.
Weisman, C. (2003, March/Apri1). Building a Board with a Passion for Mission.
Nonprofit World, Vol. 21 , No. 2, p. 2l -29.
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Leadership Resources: General Information
Leadership I ttfo/Leadership Theory Books :
Bennis, Warren and Nanus, Burt. (1986). Lcaders: The Strategies for Taking Charge.
New York, NY: Harper & Row.
Bentris, Warren. (1993). An Invented
Reading MA: Addison-Wesley.

Life: Reflections on Leadership

and Change.

Block, Peter. ( 1996). Stewardship: Choosing Service Over Self luterest. San Francisco
CA: Berrett-Koehler.
Boyatzis, Richard and McKee, Annie. (2005) Resonant Leadership: Renewing Yourself
and Connecting With Others Through Mindfulness, Hope and Compassion. Boston MA
Harvard Business School Press.
Cashman, Kevin and Forem, Jack. (2003). Awakening the Leader Within: A Story of
Transformation. Hoboken NJ: J. Wiley.

Charan, Ram. (2005). Boards That Deliver: Advancing Corporate Govemance from
Compliance to Competitive Advantage. San Francisco CA: Jossey-Bass.

Collins, J. (2006). Good to Great for Nonprofits. New York,

NY:

Harper Collins.

Collins, J. (2001). Good to Great: Why Some Companies Make the Leap....and others
Don't. New York NY: Harper Collins.
Fisher, Roger,, U.y, William, and Patton, Bruce. (1991). Cetting to Yes: Negotiating
Without Giving ln. New York NY: Penguin Books.
George, Bill. (2003). Authentic Leadership: Rediscovering the Secrets to Creating
Lasting Value. San Francisco CA: Jossey-Bass.
George, Bill. (2007). True
CA: Jossey-Bass.

North: Discover Your Authentic Leadership. San Francisco

Gerzon, Mark. (2006). Leading Through Conflict: How Successful leaders Transform
Differences iuto Opportunities. Boston MN: Harvard Business School Press.

Goldsmith, Marshall and Reiter, Mark. (2007). What Got You Here Won't Get You
There: How Successful People Become Even More Successful. New York NY:
Hyperion.
Goleman, Daniel. (2004). Primal Leadership: Learning to Lead with Emotional
Intelligence. Boston MA: Harvard Business School Press.
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Greenleaf, Robert, edited by Larry C. Spears. (1998). The Power of Servant Leadership.
San Francisco CA: Berrett-Koehler.

Heifetz, Ronald and Linsky, Marty. (Z0AZ). Leadership on the Line: Staying Alive
through the Dangcrs of Leading. Boston MA: Harvard Business School
Katzcnbaum, Barbara. (2008). Followership: How Followers are Creating and Changing
Leaders. Boston MA: Harvard Business Press.

Ney, Joseph. (2008). The Powers of Leadership. New York NY: Oxford University
Press, lnc.

Journsl Articles:
Bennis, Warren. (2004, January). The Seven Ages of the Leader. Harvard Business
Review, Vol. 82, No. l. p. 46-53.
Conger, Jay. ( I 998, May-June). The l.-lecessary Art of Persuasion. Harvard Business
Review. Vol. 76, No. 2, p.83-95.

George,8., Sims, P., Mclean, A., & Mayer, D. (2007,, February). Discovering Your
Authentic Leadership. Harvard Busine ss Review. Vol. 85, No. 2,, p. 129- l3B.
Heifetz, Ronald and Laurie, David. (2001,, December). The Work of Leadership
Harvard Business Review. Vol. 79, No. 11, p. 131-141, (Reprinted fiom Harvard
Business Review, January l99l).
Kotter, John. (2001, December). What Leaders Really Do. Harvard Business Review.
Vol. 79, No. l l, p. 85-96. (Reprinted from Harvard Business Review, May-June 1990).

Inspirution to Muke a Dffirence:
Kidder, Tracy. (2003). Mountains Beyond Mountains: The Quest of Dr. Paul Farmer,
Man Who Would Cure the World. New York NY: Random House.

a

Lansky, Aaron. (2004). Oufwitting History: The Amazing Adventures of a Man Who
Rescued A Million Yiddish Books. Chapel Hill NC: Algonquin Books of Chapel Hill.
Mortenson, Greg and Relin, David. (2001} Three Cups of Tea: One Man's Mission to
Promote Peace-One School at a Time. New York NY: Penguin Books.
Yunus, Mohammed.(1996). Banker to the Poor: Micro Lending and the Battle Against
World Poverty. New York NY: PublicAffairs.
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Self-Discovery and Teamwork Books :
Bolles, Richard N. (1991). What Color is Your Parachute: A Practical Manual for Job
Hunters and Career Changers. Berkeley CA: Ten Speed Press (various updates and
newer cditions).
Buckingltatn, Marcus., and Clifton, Donald. (2001). Now, Discover Your Strengths. New
York NY: Free Press.
Johnson, Spencer. (1998). Who Moved My Cheese: An Ar-nazing Way to Dcal with
Clrange in Your Work and Your Life. I.Jew York NY: GP Putnam's Sgns.

Lencione, Patrick. (2002). Five Dysfunctions of a Team: A Leadership Fable. San
Francisco CA: Jossey-Bass.
Rath, Tom. (2007). StrengthsFinder 2.0. New York NY: Gallup press.

Internet Sources:
National Council of Nonprofits: www.ncnp.org
Society of Nonprofit Organizations: www.snpo.org

MAP for Nonprofits--Management Assistance Project www.

pfbr nonp rofits.org

Minnesota Council for Nonprofits: www.mncn.org
Minnesota State Attorney General's Office: www.ag.state.mn.us/charities
BoardSource: www.boardsource.org (this was formerly the National Center for Nonprofit Boards)
Bridgestar: www.

star.org

Journal Sources-General Reading and Review
Harvard Business Review (January 2006 volume is focused on decision making; January,
2004 volume is focused on leadership)

Nonprofit Management and Leadership
Nonprofit Quarterly
Nonprofit World
-----End of LINC Program Guide----
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Appendix

I

Original Prograrn Materials-Session Agendas

LINC

- Agenda

(2008)

Session One--Kickoff
Session Introduction and Program Overview

l.
2. Ice Breakers
3. 3. The Shape of Minnesota-Demographic Trends
4. Leaders in the Communify - Mayor Rybak Keynote Speech
5. Sharing of Information over Lunch
6.
I

.

8.

The Culture of Poverty-Presentation by Catholic Charities
Preparation for Session Two Teambuilding Retreat
Expectations/Outcomes for LINC

Session Two--Retreat

1. Kickoff-Overview and Themes for Retreat, Introduction to Day One
2. Myers Briggs Type Indicator Workshop
3. Closing of First Session/Creation of Individual Work Plans

4. Day Two Opening
5. Meaning of "Community Leadership"
6. Teamwork and Leadership Laboratory- Exercise
7 . Teamwork and Leadership Laboratory- Exercise 2
1

B.

9.

Closing Session, Preparation for Day Three
Keynote Speech

10. Day Three Opening
1

1. Leadership

Legacy-Movie Making on Team Learning

12. Closing and Celebration

Session Three-Experiencing the Work of Nonprofits
Session Overview

l.
2. Introduction to Nonprofit Work
3. Services to the Poverty Population* Simulation and Exercise
4. Exercise Debriefing
5. Service Learning-Lunch at Catholic Charities
-;:
6 F ,d'',T:T,'J:'
r N p n'l s
ie

;lilll

H

Ii-H[
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on

;

ro

7.

Debriefing the Field Placement Experiences

Session Four-Goveffrance Part I
Session lntroduction and Overview

1.
2. Introduction to Organizations
3. tsoard Training Basics
4. Ethics for Lawyers Seruing Nonprofits
5.
6.

Running a Meeting
Small Group Interaction on Running a Board

Session Five-Governanc e Part 2
Accounting and Finance for Nonprofits

1.
2. Government

3.
4.
5.

and

l"lonprofits-State Attorney General's Office

Technology for the l.-lonprofit
Parliamentary Procedure
working with Different cultures and Board Diversity

Session

Six-Healthy Financials

and Public Image

L Introduction and Session Overview
2. Nuts and Bolts of Fundraising
3. Panel Discussion: Making Connections-What Works and What Doesn't
4. Small Group Breakout Sessions on Fundraising
5.

6.
7

.

B.

9.

Public Relations: Crisis Management, Image Marketing and Working with the
Media
Situational Learning: Videotaped interview practice with media for each
participant
Critique and Debriefing the media Interview
LINC Program Experience- Evaluation
Closing for Program

ISpeakers or Presenters identified for each segment.]
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Appendix II
Original Program materials-lntroduction Speech

Chairperson of

Lll\C

- Welcome and Congratulations

I.
Introduction: I:{ame, position, and fyear] LII{C graduate and [year] stecring
committee chair. On behalf of the Hennepin County Bar Association and the LII\C
Steering Cornrnittee, I am very excited to welcome you to this important, informative,
and enjoyable adventure. LINC was founded in 2005 by Brent Routman, who was then
HCBA president.
ll.

Selection Process: Chosen from a really irnpressive candidate pool as persons
who have demonstrated leadership, a caring for others, and the talent to make a
difference. You are a diverse group with remarkably varied experience and are all
accomplished folks. Congrafulations again.

IL

LINC satisfies several needs

l)

Community Needs: The cornmlrnity, especially the nonprofit community,
needs involved, motivated, and knowledgeahle voluntcers to help lead and guide
organizations and agencies. Persons who posscss the information and perspective to
add value to tlre organization and who are interested in making a difference.
(

(2)

Personal Satisfaction: Based on your profiles, you each welcome the
opportunity to help others. You are willing to take time out of your busy lives of work,
farnily, and other commitments to make the world a better place.
Boards can and should serve an important function in the decision making process

of

agencies. Boards are charged with oversight functions and have fiduciary
responsibilities to perform that role. Lawyers on boards are commonly looked to as

experts in all subjects, flattering but certainly uncomfortable for those of us who clearly
don't know everything.

(3)

Provide the Community with a Repository for trained volunteers. The
HCBA will maintain a database of all LINIC graduates and their preferred nonprofit
focus, as well as a database of nonprofit agencies and organizations. Agencies can
contact the HCBA when volunteers are needed and the Association will assist in
matching agencies with interested graduates. We hope that LII.'IC becomes the "go to"
program for trained and available volunteers.

LINC will provide you with information on the most common issucs that board
members face, from parliamentary procedure to fundraising. From dealing with
staff to dealing with the media. From team building to crisis management. Actual
field experience of sitting in the shoes of being the person served by an agency. It's
all here.
The faculty is outstanding. Literally dozens of leaders in the nonprofit cornmunity,
government, academia and law firms will be your guides.
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In your packet yor-r will frnd descriptions of the sessions, including the linal graduation
lunch at the fplace, date], bios of your fellow participants and the faculty, a list of the
Steering Committee rnembers who r.vill servc as your shepherds throughout the prograrrr,
and the Guidebook for Directors of lr]onprofit Corporations drafted by the ABA that
"vill
be invaluat-rle to you in this program and in your work in the community. Your next
session, the retreat facilitated by the Iname of facilitation vendorl is also detailed irr the
packet. We will discuss the retreat in greater detail with the leaders for that session, and
yolr will get to meet shepherds (leaders and coordinators) fiom some of the other
sessions.

Herc are your responsibilities: attend the sessions, cnjoy the sessions, find your passions
for volunteering your time, and think of others in the community, attorney and non
attomey, who you think would benefit from this program. Tell them about LINC and let
Larry know their narnes and contact information. We will send them a notice when
applications for next year' s program are available.

I

want to provide several thank yous and acknowledgements: to the HCBA for
sponsoring this uniquc and important program. The HCBA is the 10tlr largcst local bar in
the country and has a staff that is second to none. As most of you know the HCBA is
headed by Larry Buxbaum who has vigorously supported this program since its
inception in 2005. I would also like to thank [HBCA executive assistantl, who has taken
care of a majority of the details behind each session. Finally, I want to tharrk the
unbelievably committed Steering Committee, who are all former LINC participants, and
who have labored for nearly 7 rnonths to make this year's program a reality.
Larry will go over logistics and housekeeping items shortly. Are there any questions that
I can answer at this time?

ru.

Ice Breakers:

Where in the World? North South East West
Where you were bom,
Where you had your best meal
Where you had your most embarrassing moment
Locate yourselves and discover common ground

ttAssociations" We are diverse indeed. However, we are far more similar than
dissimilar.
Find the other people in the room who have the same answer - then introduce
yourself
Number of

siblings favarite music

Birth order

type of car you
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flavor of ice creilm
undergraduate degrees

Appendix III
Onginal Program Materials-Scenarios for Session

5

Session 5 Discussion Guide: Hypothetical Situations for Discussion
Nuts & Bolts of Nonprofits

Discussion Goal: Discuss hypothetical siruations arrd cornpare group answers to
proposcd answers on common operating situations for a nonprofit organization.
Discussion Set-up:
o

Activity lasts one hour.

o

Split into groups of 4-5 people for small group discussion.

o

There are three hypothetical situations and corresponding answer/resource sheets.
These hypotheticals assume you are part of a 501(c)(3) "charitable organization"

nonprofit.

o

Spend about 15 minutes discussing Hypothetical I before referring to the
answer/resource sheet. Spend another five rninutes or so discussing the guidance
in the answer/resource sheet and how it cornpares to the earlier group discussion.
Do the same for Hypothetical 2 and 3.

s3

Hvpothetical Situation I: "lr{o Patience Pete" vs. "High-strung Holly"
You are the President of the Board of a nonprofit that runs a food shelter and soup
kitchcn. Latcly, you havc noticed that your monthly mectings are getting more and more
tension filled as conflicts develop betr.veen two board members in particular. "No
Patience Pete" has started talking individually to other board members outside of the
meeting about getting "High-strung Holly" removed fiom the Board. Holly likes to ask
a lot of questions during Board meetings that ofte n delay the end of the me eting by 15
minutes. Most tinres they are on-point questions, although not always- Holly is a relative
new-corrrer to the Board and has lots of concerns about how Board decisions look to the
public. She is concerlred about dwindling individual and corporate donations to the
shelter in past years when there has been steadily increasing demands for food and longer
lines at the soup kitchens. She also noticed that the top three salaried positions in the
non-profit lrave been given 7 percent raises each of the last three years (befbre she was on
the Board, includingZ years when Pete was President). Holly also thinks because of the
increasing demands on food shelters, that the organization should be more involved in
Iobbying at tlre Legislature to help increase funding for things such as Food Stamps or
other social seruice programs that would cut down on the need for people to use food
shelters.
Pete lras been on the board for several years (including serving as President the last two
years) and clearly gets frustrated with Holly's questions. Pete has more than once said
"nonprofits shouldn't lobby - that's not our role" and wants to stick to just running the
organization as it has always been run. He'd rather spend money on staff infrastructure.
Incidentally, Pete is friends with one of the staff members who received theT percent
raises.

While Pete is out talking to other board members about removing Holly from the Board,
you find out that several staff members have approached Holly and encouraged her to
pressure the board to do more in the area of advocacy and lobbying. Both Pete and Holly
told you before tonight's board meeting that they have something they want to put on the
agenda for tonight's meeting, during the "other business" part allocated for each meeting.
Holly would like to discuss the nonprofit devoting part of a staff member position to do
work on advocacy and lobbying of the type mentioned above. Pete wants to get Holly
removed as a Board member.
Question I: How do you handle this at the rneeting? Do you allow discussion of the
"other business" at the rneeting? What options do you have?
Question 2: Is it wrong for Holly to want the Board to engage in lnore advocacy or
lobbying work? tf it is not wrong, what are the parameters on this for a nonprofit?
Question 3: ls it wrong for Pete to have talked with other Board members outside the
meetings about getting Holly removed'/ How do you handle his desire to place before the
Board a motion to get Holly removed?
Question

4: What documents or resources might you consult
s4

for help?

ggested An swers/Co_[ s id erytign s/Resou rce$ fo r Hypoth etical I
"ft{o Patience Pete" vs. "High-strung Holly"
Su

:

Question 1: How do you handle this at the meeting? Do you allow discussion of the
"other business" at the meeting? What options do you have?

.

Could decide it wasn't part of the agenda, table it to another meeting when more
time to prepare

.
e

Could let the issues be discussed... (but see Question 3 on notice of removal)

Talk to Holly and Pete and see if they will agree to postpone the topics until a
later date when more information can be gathered and more notice given to the
Board

Question 2: Is it wrong for Holly to want the Board to engage in more advocacy or
lobbying work? If it is not wrong, what are the parameters on this for a nonprofit?
There is nothing illegal about nonprofit lobbying. Question: [s this the right direction for
the organization? Is the Board the right place (as opposed to staff or ED role) for
advocacy?

Consider: Minnesota Council of Nonprofits "Prirrciples & Practices" Section on Civic
Engagement and Public Policy, excerpts below.
Nonprofit organizations play a central role in the democratic process by providing
a n:reans for individuals to deliberate on public policies and decisions that affect
them. To the extent possible, nonprofit organizations should engage constituents
in public policy and advocacy activities as a means to fulfilling their missions and
promoting community interests. Open communication and consultation between
policy makers and constifuents of nonprofit organizations contribute to wellinformed policies and the effective implementation of thern.
Advocacy and Public Policy

o

Nonprofit organizations should take appropriate public positions on relevant
issues while working and communicating with other organizations to inform
the public about these issues.

o

Nonprofits should maintain a sound understanding of the current public policy
environment in their activity area and the resulting impacts on the
communities they serve.

o

If

engaged in public policy and advocacy activities, nonprofits should adopt a
written policy that clarifies the scope of the work as well as the time and
resources to be allocated to those activities. [emphasis added]
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Lobbying

o

Nonprofits that engage in lobbying activities subject to state and federal
reporting requirements must fi1e accurate and timely reports on their lobbying
activities and comply with all laws governing politics and elections.

o

Federally funded nonprofits that engage in lobbying activities must organize
their legislative work so that no federal funds are used for this purpose.

o

Nonprofits should join together around policy issues to strengthen their impact
on public policy.

Lobbying Limits: IRS allows 501(c)(3) to lobby as long as it not a "substantial part of
their activities. Two tests"
r "Substantial part" test is vague

.

Under a 197 6 law and subsequent regulations, if a nonprofit registers as planning
to lobby, it can spend up to 20 percent of its first $500,000 in annual expenditures
on lobbying, 1 5 percent of the next $500,000, l0 percent of the next $500,000,
and so ol-l up to an expenditure of one million dollars. To take advantage of this
law, you must register by filing Federal Fonn 5768.

Rementber: States and federal governments also have rules on when you have to register
as a lobbyist.
Remember: There are also limits on which funds are used for lobbying--with few
exceptions, nonprofits may not lobby with government funds and foundations have
restrictions on giving money for lobbying efforts.
Question 3: Is it wrong for Pete to have talked with other Board members outside
the meetings about getting Holly removed? How do you handle his desire to place
before the Board a motion to get Holly removed?
t

o
e

May not be wrong for Pete to talk with other members, but is it the best idea?
How else could this be handled?

Bring issues to the Executive Committee or Board Chair
Removal is governed by the by-laws. What do they require for removal for
cause? Some by-laws require notice before any removal motion, including the
reason for removal, and require 'A of directors must vote for removal. Not as
simple as sliding it on the agenda.

Question

4: What documents or resources might you consult for help?

ln this case, should consult the by-laws about removal. And any policy
documents that might pertain to board involvement in advocacy and lobbying.
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a

On Lobbying: Center for Lobbying in the Public Interest, rvww.clpi.org, "Make
A Difference For Your Cause, Strategies for Nonprofit Engagement in Legislative
Advocacy"; very practical toolkit for engaging in advocacy, colrrpares the two
IRS rules on lobbying,, "insubstantial part test" and the 501(h) election

a

To know more about lobbying/ardvocacy and thc "substantial part" tcst, Seen but
not Heard: Strengthening Nonprofit Advocacv, Aspen Institute (2007),
\v\,vw.

t

as ;-lc ri i ri st i t r-rt c.

tlr'g

On Board/Staff Interaction:
h ttn //www. c o rn D as s rr o i u t. ors/b o zr rd c a t'e/detai I s. n h o'? id:
Contact with Staff be Restricted?"
:

t

On Removing a Board Member:
http //www colnp as srro i n t. org/b o ard
Board Mernber"
:

"

ca

f'e/detai

1

s

.

5.

"Should Board

rrh p'? i d: 9 0 ,

"On Rernoving

B

Sidenote.' CompassPoint has lots of short articles on good topics, including:
Why Boards Don't Govern Part 1
http //www. c o mp a s s p o in t, erg/b oa tdca fe/d etarls.Bhp? i d: I 9
Why Boards Don't Govern Part 2
hltp, //www, c om p a s s p o i rr t. o r.q/ b o ardc a feld e t a i I s p h p ? i d: I I
Ten Quick Ways to Improve Board Meetings
h tt p //rvww cr o rr p as s p o i n t o rg/b o ardc a feldc t a i I s p h p'l i d: 1 6
What To Do With Board Members Who Don't Do Anything
Ir ttp //www. c onrp as s p o i nt. org/b o ard c a fe/de t a i I s p h p'l i d: I J
What to Do When You Really, Really Disagree with a Board Decision
h ttp //r,vww. c om p as s tr o i nt. o rq/b o a rclc a f-eld e t ai s p h p'/ i d:? 2
Five Fast Ways to Recruit New Board Members
http /iwr,vw. cornplrs spoint. ors/boardcafe/details.php? id:96
Questions to Ask Yourself Before Joining Your Next Board
h t t p //www c o m p a_$ slr ojqt-g rglb o a rd c a fe / d e t ai l s p h p? id:7 2
:
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a

Hvnothetical Situation

2: Reviewins the Ex ecutive Director

You were recently recruited to join the board of a relatively new 501(c)(3) organization
that is engaged in youth after school programming. The organization has been in
existence three years, although it is a spin-off of a similar national organization. The
Executive Director (ED) has been pushing fbr a larger raise then given the flrst two years.
As this issue comes Llp, you realize that there has been no formal evaluation of the ED
since the organizatton started. The Board has been reluctant to discuss the issue because
they are not sure how to measure the ED's performance and her worth. The ED has 20
years experience in this fleld and the nonprofit seems to be doing well, although
fundraising is still difllcult.
You do a little researclr on your own, and come across an article about evaluating the
Executive Director that includes a suggested evaluation form (see attached).
Question 1.' How do you handle the ED's request fbr a larger raise?
Questiott 2: Do you push for a more formal review? If so, how'?
Question

3:

What do you like/dislike about the suggested ED evaluation form?

Question 4.' What resources might you consult for further help?
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(

Proposed) Executive Directorts Annual Assessment

Please rate your assessrxent

of each cate[]orv of perfi>rmance

as Remarkable, Satisfactorv,

UnsatislactorY or Unknorvn

Agency Wide: Program Development and Delivcry

(Circle one)

a. I:nsures that the agenc), has a long-ran.ge strategy rvhich achieyes its missign,

RSLjUnk

and torvard rvhich it makes c<lnsistcnt and timely progress.

b. Provides leadership in cleveloping program and organizational plans rvith the
Board of Directors and staff

RSUUnk

c. Nleets or exceeds program goals in quantin, and quality

RSUUnk

d. Evaluates horv rvell goals and objectives have been met

RSUUnk

e. Demonstrates qualiw of analvsis and judgment in program planning,
implementation, and erraluation

R S U L.ink

f. Shorvs creativity and initiative in creating new programs

RSUUnk

g. Maintains and udlizes a rvorkins knowledge of significant developments and
trends in the field (such as AIDS, clevelopmental disabilities, sustainal:le

RSUUnI<

agriculture, etc.).
Comments:

Administration and Human Resource Management
a.

Divides and assigns work effectively, delegating appropriate levels of freedom
and authoriry

RSUUnk

b. Establishes and makes use of an effective management team

RSUUnk

c. Maintains appropriate balance berween administration and programs

RSUUnk

d. Ensures that job descriptions are developed, ancl that regular performance
evaluations are held and documented

RSUUnk

e. Ensures compiiance

with personnel policies and state and federal regulations
on workplaces and employment

RSUUnk

f. Ensures that emploirees are licensed and credentialed as required, and that
apptopriate background checks are condr-rctecl.

RSUUnk

g. Recruits and retains a diverse staff

RSUUnk

h. Ensures that pohcies and procedures are in place to maximize volunteer
involvement

RSUUnk
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i. Irncourages staff clevelopment and edr:cation, and assists program staff in
relating their spe cialized rvork to the total program of the <;rganization.

RSUUnk

j. N{aintains a climate which attracts, keeps, and modvatcs a dlverse staff rif top
qualirl,people

R S lJ

tjnk

(.omrr-icnts:

Community Relations
Selcs as an effectirre spokesperson for the agcnc,v; represents thc programs
and point of vicrv of the organization to agencies, org nrz^trilns, and the general
a.

RSUUnk

public.
b. Establishes sound working relationships and co()perative arrangements with
communiqr qroLlps and organizations.

RSUUnk

(lomments

Financial Management and Legal Compliance
a. Assures adequate control and accounting of all funds, inclucling developint
and maintaining sound financial practices

RSUUnk

b. Works u,ith the staff, Finance Committee, and the board in preparing
bucluet; see that the organization operates rvithin budget guidelines.

R S IJ LInk

a

c. N{aintains official records and documents, ancl ensures compliance with
federal, state and local regulations and reporting requirements (such as annual
information returns; pavroll rvithholding and reporting, etc.)

RSUUnk

d. Executes legal documents appropriately

RSUUnk

e. Assures that funds are disbursed

in accordance with contract requirements

RSUUnk

and donor designations
Comments:

Fundraising
a. Develops realistic, ambitious fundraising plans

RSUUnk

b. Meets or exceeds revenue goals, ensuring that adequate funds are available to
permit the organizatton to carry out its work

RSUUnk

c. Successfully involves others in fundraising

RSUUnk
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d. Establishes positive relationships rvith governmerit, foundation and

corporate

R S U Unk

funders

RSUUnk

e. Establishes positive relationships rvith individual donors

Comments:

Board of Directors
a. Works well

RSLlUnk

with board oflficers

b. Prclvides appropriate, adequate, and timelv information to the board

R S [-] Llnli

c. Provides support to board committees

R S Ll LJnk

d. Sees that the board is kept informccl on the condition of the organization and
ail important factors influencing it.

RSUUnl<

e.

Works effectively rvith the board

RSUUnk

as a rvhole

Comments:

Are there specific performance objectives, either for the executive director
or for the agency as a whole, which you would suggest we add for the
coming year?

Are there any other comments you would like to make?

T-he ahoue

Asessntent is excerpled jroru 'Boardworu Duncirtg
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A Practical

Hrmdbookfor bionprof I Boards."

ggested Answers/Co nsiderati ons/Resources for Hvo othetical Situation 2:
Reviewing the Executive Director
Su

Question 1.'How do you handle the ED's request for a larger raise?
. Look at the compensation history for the ED in this job

.

Look at proper comparisons - type of nonprofit, size of nonprofit, years of ED in
job, etc., all available from the Minnesota Council of Nonprofits Salary &
Benefits Survey

.

Consider drafting a compensation policy for ED as part of this request

Question 2.' Do ),ou push for a more formal review?

.

If so, how?

Point to "Good Governance Practices of Mirrnesota Council of Nonprofits"
well as IRS requirements and potential audits

Qaestion

as

3: What do you like/distike about the suggested ED evaluation form?

Question 4: What resources might you consult for further help?
. Many types of ED evaluation forms can be found on-line, Minnesota Council of
Nonprofits, BoardSource, Compasspoint

r
.

From GuideStar (www..quidestar.org):

whut a lYonprofit should Do (from rn,ww.irs.gov website)
To avoid problems with executive compensation, the IRS advises nonprofits to:

.
.
.
.

Set compensation in advance using appropriate comparability data.
Make sure that no one involved in setting salaries has a conflict of interest
Document all decisions on compensation.
Avoid penalties by reporting all economic benefits to officers, directors,
and key employees on Form 990.

Having good compensation practices means having established policies and
procedures, doing the homework of finding and assessing comparables, making
decisions based upon them, and then recording the actions taken. You are not
likely to get in trouble with the IRS if you develop and follow procedures fbr
setting compensation and if you make an honest, responsible effort to determine
appropriate compensatiou based on your size, revenues, organtzational structure,
and mission. Be sure to:
I

I

Document the policies and procedures in advance and include them in
board minutes.
Collect comparable salaries (for like services, in like enterprises, in like
circumstances). Surveys and databases of salary infonnation as well as the
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Form 990 images on the Web make these data more easily available than
ever before.

The IRS has actually provided a checklist for organizations that can be used to
establish procedures that will help them avoid an IRS investigation. Follow the
checklist, and the burden of proof that the organization is breaking the rules
rnoves to the IRS. This checklist can be found at "Compensation Issues for
Exempt Organizatiorls," wr,vrv.irs. gov/pub/irs-tege/phone:f oru[r:5_2006.pclf ,
slides l3- 19.
To establish a rebuttable presumption of reasonableness (tneaniug the burden of
proof that the compensation is unreasonable is on the IRS), nonprofits should use
an independent survey of comparability data. Information arrd software that easily
provide the necessary analyses can be obtained fiom GuideStar; ERI E,conomic
Research Institute; Salaries Review; Abbott, Langer Association Surveys; and
otlrer salary suniey sources that specialize in the nonprofit sector.
By obtaining and using appropriate data, nonprofrts can set compensation that
attracts and retains talented staff and is aligned with organizational missions and
values. At the same time, they can ensure that charitable dollars are spent on
achieving the mission, not answering questions fi-om the IRS, state charity
regulators, and Congress.
a

More Information
a
a

a

a

2008 IRS Form 990 instructions, h t tp //rvww . i rs g o r,/p u b/ i rs - r; cl f7 i 9 9 0 p d f
"Compensation lssues for Exempt Organizations, " www.irs. gov/pub/irsespecially slides 13- 19
te el hone fbrum 5 2006.
"Good Governance Practices for 501(c)(3) Organizations,"
www. irs. sov/nub/irs-te selsood goveman CE DT actic es.ndf
" Intermediate S anctions, "
www.lrs.go v/chariti eslcharitab lelarti cl e/0. i d: 1 2 3 29 I.00.htm l
"May 17 -18, 2006, Executive Compensation Phone Forum,"
www . irs . eovlpub/ i rs tese/mav 17 flnal script exec comp phone forurn.pdf
"Rebuttable Presumption Procedure Is Key to E,asy Intermediate Sanctions
Compliance, " www. irs. gov/p ubi irs-te ge/m49 5 I a2 .pdf
"Report on Exempt Organizations Executive Compensation Compliance
Project-Parts I and II," www.irs. gov/pubiirs-tege/exec.:comp. t-rnal.pdf
.

:

^
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Hypothetical Situation 3: Kellv the ooBorrower"
You serve on the board of a small arts nonprofit. You have just leamed fiom the new
treasurer that the out-going treasurer of the Board, "Kelly," a local well-known artist,
"borrowed" a small slrm of money ($ti,000), from the nonprofit. When she was
confronted by the new treasurer, she broke down into tears and explained that she
intended to use the money only temporarily. She borrowed the money to help pay pastdue rnedical bills (her husband has cancer) while waiting for payment on a grant that was
overdue. She planned to put the money back into the account when the grant came in.
She f'eels horrible about the situation and has offered to repay the amount, with interest.
She is afi-aid that if anyone outside the Board f-rnds out, it will jeopardize her ability to get
grants from local foundations that supporl her work.
Question I:
(a) As a board member deciding what to do in this siruation, do you think the Board
should accept her offer to pay the amount back with interest, provided the Board doesn't
disclose the situation?
(b) What other options should the Board consider?
(c) Does the Board have a duty to report this to authorities? If so, who?
(d) Which of your Board duties are at issue here?
Question 2:
You find out that Kelly also is the treasurer for the local Girl Scouts troop. You are
friends with several parents of kids in the troop. Do you say anything to warn them?

Question i:
What if Kelly is an attorney (and so are you)? Would that change what you need to do?
Question 4:
What procedures or policies might you institute to prevent this from happening again?
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Sussested Answers/Consid eratio
the Borrower

o u rces

for Hvnothetical Situation 3: Kell v

Question Iu: As a board member deciding what to do in this situation, do you
accept the offer to pay the amount back with interest, provided the Board doesn't
disclose the situation?
There does not seem to be a yes/no answer to this.
Do yrru uc'cept u lttytbuck agreement? The Board should first fully weigh all their options
(see 1b), and likely consult an attorney before deciding to accept a payback agreement. It
is likely acceptable for the Board to accept a written agreement from Kelly that she will
pay back the nroney with interest, if the Board has fully weighed its other options and the
probability of and cost of other-wise recovering the funds. The decision becomes more
difficult if the Board is faced with the decision of accepting less than the full amount of
the funds plus interest.

I)o you uccept the condition not to olherwise disclose the situntion? This is also difflcult.
Boards are allowed to keep most information confidential. Certain information must be
disclosed on the Form 990 filings, but for the most part, Boards are not otherwise
required to make any infbrmation available to the public. The Board's duties of loyalty
and care are owed to the organization and not the general broad public. Therefore, there
is likely not an enforceable duty to disclose the situation to the broad public in an effort
to protect the public from experiencing a similar siruation with Kelly. Howevcr, if Kelly
intends to continue working with other nonprofits (see Question 2), this may cause the
Board to consider disclosing the matter. A broad public disclosure may shake public
confidence in the organrzatron, but not disclosing the situation (and having it be made
public at a later date), may also cause harm to the organization. It is irnportant for the
Board to document every step it takes, including the factors considered in deciding to
accept/reje ct a written agreement regarding repayment of the funds.
Question Ib: What other options should you consider?
. Talk to your auditor (if you have one)
a

Get an outside investigator to review books, see if there are any other problems

a

Refer to the local prosecutor. Be careful not to threaten any criminal action when
negotiating with Kelly. While the Board may have decided that if Kelly doesn't
respond by u certain time period, you will contact local law enforcement, you
cannot threaten this action to Kelly (extortion).

a

Engage a lawyer/get legal advice

l

Consider whether to report to Attorney Ceneral's Office

6s

Question

lc:

Do you have a duty to report this to the authorities?

[f so, who?

Again, there does not seern to be a clear answer to this question. In some situation, a
director may have to report misconduct to the appropriate authorities, such as the police
or Attorney General (AC). If the organization cannot get Kelly to enter into a written
agreement to repay the entire funds plus interest and/or if Kelly does not follow through
with such an agreement, then the Board rnay need to consider whether it has a duty to
inform the AG's Office. lf the organization cannot recover the funds, there may be
public donors whose wishes will not be carried out with the funds that cannot be
recovered. Therefore, the AG's Office likely has an interest in this matter at such tirne
that a donor's wishes are not being carried out (if they can't recover money from Kelly).
Question

Id: Which of your board duties are at issue here?

.

Duty of Care: from AG's Website. "lnvestigations. A director has a duty to
investigate warnings or reports of offlcer or employee theft or mismanagement.
In some situations a director may have to report nrisconduct to the appropriate
authorities, such as the police or the Attomey General. Where appropri ate, a
director should consult an attomey or other professional for assistance."

I

Duty of Loyalty: from AG's website. "Loans. A nonprofit corporation may not
lend money to a director or the director's farnily members unless the loan or
guarantee may reasotrably be expected, in the judgment of the entire board, to
benefit the corporation." [n this hypothetical, it's not a loan, but you could easily
see how the situation could be changed to one in which the person asks for a
loan.l

Question 2: You find out that Kelly also is the treasurer for the local girl scouts
troop. You are friends with several parents of kids in the troop. Do you say

anything to them?
Unless the Board has agreed to a public disclosure, as a Board member you would likely
be violating your confidentiality to the organization to disclose this information. The
Board as a whole should discuss what to do in this situation and, like above, should do so
probably with legal guidance. The Board may decide to publicly disclose what has
happened with the Treasurer and have a plan of action with this issue in mind (the fact
that Kelly is Treasurer in another organization). Even if the Board decides not to disclose
the information about Kelly or not to make it known to this other organization, Kelly
could be encouraged to self-disclose.

Question 3: What
need to do?

if Kelly is an attorney (as are you)? Would that change what you

You are under an obligation to report to the Minnesota Lawyers Board of Professional
Responsibility. Under the Rules of Professional Responsibility, a lawyer who knows that
another lawyer's conduct has comrnitted a violation of the Rules of Professional Conduct
that raises a substantial question as to that lawyer's honesty, trustworthiness, or fitness as
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a lawyer in other respects, shall infonn the appropriate professional authority. This is
from Rule 8.3a Reporting Professional Misconduct. Rule 8.4 defines misconduct to
include commission of a criminal act that reflects adversely on the lawyer's honesty,
trustworthiness, or f*ttness as a lawyer in other respects; and engaging in conduct
involving dishonesty, fraud, deceit, or misrepresentatiorr. Theft is one of the fer.v areas
that basically always triggers a report under Rule 8.3.

Question 4: What procedures and policies should you institute to prevent this from
happening again ?
Make sure appropriate financial controls are in place. This is a good govemance practice
Advice from Minnesota Council of Nonprofits, Principles and Practices.for l"lonprofit
Exc

e I le n c

e-F

in anc

ial Management

:

#2'- A nonprofit should ensure separation of financial duties to serve

as a checks
and balances system to prevent theft, fraud or inaccurate reporting to the greatest
extent possible. This system should be appropriate to the size of the
organization's financial and human resources.

#3-- Nonprofit organizations should adopt written financial procedures to monitor
major expenses, including payroll, travel, investment, expense accounts,
contracts, consultants and leases.
Examples of good practices:
. A1ways have someone else reconcile payments and bank statements
. Require the signafures of 2 people to sign checks
. Do not allow one person the authority to withdraw money on their own
. Get an audit (required for organizations over $350,000)
Resources:

.

Article: "Financial Malfeasance and Nonfeasance: Ten Pitfalls Boards Should
Avoid." By Jon Pratt. (Exec. Director of Minnesota Council of Nonprofits,
available on their website, www.runcn.org)

a

MAP for Nonprofits provides a variety of services, including help with financial
documentation, systems and controls, interim finance and accounting
management, and they can assess your organizations' financial systems and
operations.

l

BoardSource - www.boardsource.o{g, has sample policies you can download
(must pay for them), including Financial Controls Policy
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